The present study sought to determine the nature of the correlation and impact relationship between the dimensions of employees empowerment and strategic dexterity at Cihan University/Erbil under study. The study was based on the development of a questionnaire consisting of (34) paragraphs for the purpose of measuring the dimensions and variables according to the Likert scale of five weights. As a mechanism for this study in achieving its objectives, two main hypotheses were developed indicating a significant correlation between the dimensions of employees empowerment and strategic dexterity (collectively and individually). And a significant effect on the dimensions of employees empowerment in the strategic dexterity (collectively and individually). The questionnaire was distributed to the functional and teaching staff at the researched university. The study chose a random sample of (75) forms, of which 58 were valid for analysis, ie, the response rate was 77.33%. The study used statistical methods to process, analyze and reach the results by adopting the SPSS program. The study reached the following results:
Theoretical Concepts

Employees empowerment. These include
The concept of employees empowerment
In the literature dealing with the subject of empowerment, there are many definitions that define the frameworks of empowerment in terms of concept, dimensions and philosophy. It represents one of the concepts that are traded between organizations, which is based on giving the employees the powers and responsibilities and granting them the freedom to do business in their own way without the intervention of the administration, which means giving confidence to employees and freedom and resources to act in accordance with their personal provisions. There have been many definitions of employees empowerment, some viewed them from the administrative point of view and considered them to participate in power and decision-making and others considered it a means of management, some looked at it as a philosophical view, and others considered it a cultural practice that encourages individuals to take personal responsibility for the development of the way they work, some looked at it as cognitive perceptions consisting of four cognitive dimensions (meaning, efficiency, selfdetermination, and function effect) (Diop, 2014: 204) . (Eccles, 1993: 17) has already stated in this regard that empowerment means giving employees enough power, resources and freedom of action to make the individuals capable of serving the organization effectively. In the same context, (Robbins, 1998: 379) defines empowerment as giving employees the broad powers to make decisions about aspects of customer service development. (Daft, 2001: 501) defines Empowerment that it is granting individuals the power, freedom and information to make and participate in decision-making. Some view empowerment as liberating the individual from strict control, rigid rules and specific policies, and gives him the freedom to take responsibility for his actions. This in turn frees the individual's potential and talents that will inevitably remain unworkable under rigid bureaucracy and authoritarian administrations (Melhem, 2006 : 9) . Empowerment is defined as a strategy aimed at freeing the potential of individuals Based on the above, the two researchers see that the empowerment is as a strategy aimed at freeing the potential of individuals and involving them in the processes of organization building through the transfer of responsibility and authority and inviting employees to participate in information and knowledge and in problems analyzing and decision-making so that the subordinate becomes responsible for the quality of the works he/she performs.
Employees Empowerment Motivations
According to (Wilkinson,1998) , two sets of motives were used to justify the adoption of empowerment by organizations: First, the Democratic Humanism which can be observed in response to the principles of extreme scientific management and the problems of alienation resulting from it, this humanism is remarkable in McGregor's research and his theory (X and Y), while the theory of (X) assumes the unwillingness of the workers to work and the avoidance of responsibilities because their main motivation is material, while the theory of (Y) takes a better positive dimension in its view of the workers and it assumes that they love work and want it not only with a financial motive but with a set of moral motivations that reinforce their positive attitudes towards work, in particular the achievement of selfneeds and contribution to the activities of the organization and their preference for self-censorship and their motivation to assume meaningful and challenging work responsibilities. These hypotheses were reflected in a subsequent psychological research group that reinforced the validity of theoretical assumptions (Y), and in particular "Maslow model" of the hierarchy of human needs and Herzbeg's motivation theory. The second motivation for adopting empowerment is economic which is based on the assumption that workers have opportunities to contribute to the success of the organization and are closer to the details and circumstances of the work, and then more capable and better to propose improvements that raise the quality of work, which are not expected to be proposed by managers (Sharif, 2002: 80) . (Cole, 2005: 279) believes that empowerment increases the organizational flexibility and responsiveness and can strengthen the organization's relationship with customers and processors. (Luthans, 2005 : 423) asserts that empowerment helps or encourages creativity because workers have the freedom to test new ideas and make decisions that lead to doing things in new ways. We conclude from Luthans that organizations that prioritize the primacy of creativity among competitive priorities. Therefore, the strategy of empowerment must be adopted in order to provide the appropriate creative environment for employees through delegation, self-control, discretion and participation in decision-making.
In the same context, (Eccles, 1993) presented several indicators that were motivated to adopt the empowerment strategy as follows (Sharif, 2002: 81):
• Empowerment is a response to the need for a business environment under competitive conditions that requires the use of all the capabilities of the Organization, especially humanity, to achieve the Organization's goals.
• Empowerment is a response to the information revolution and its efficiency, with the great potential of providing information to everyone and facilitating its handling with the flexibility of being in the right place because of the communications revolution and its technologies.
• Availability of human resources with high expertise and high skills that can be effectively used to achieve organizational goals.
Dimensions of Employees Empowerment
Empowerment is one of the most important administrative terms addressed by many writers and researchers in different fields, which contributed in one way or another to the emergence of different and multiple dimensions of the term, and in this aspect (Daft, 2010) suggested four dimensions and considered them the basis in the formation of empowerment and its success, (Al-Buhaisi, 2014: 13):
• Information: Providing information about all aspects of the organization and providing it to employees.
• Knowledge and skills: The acquisition of knowledge and skills by employees is an important factor in implementing the empowerment strategy, ensuring its success and contributing to joint efforts to achieve the objectives of the organization.
• The fact that employees have the power to make fundamental decisions seems necessary in implementing the empowerment strategy. The reality of many organizations today is that they
give their employees the power to influence their business processes through quality workshops and self-managed teams. These teams are given the freedom to make daily decisions when required and take actions without the need to direct. Delegation of authority: The degree of the head's abdication to a part of his/her authorities and giving them to the staff to perform the tasks entrusted to them.
The concept of strategic dexterity, including
The Concept of Strategic Dexterity
The researchers point out that the word (Voss & Voss,2012:2) referred to the concept of strategic dexterity within the fields of product and market, as he pointed out that the organization can achieve strategic dexterity by combining exploration and exploitation within the fields of product and market, as follows:
• Utilizing the current product capacity to exploit new customer markets, which are in line with the strategy of growth and market development.
• Exploring the capabilities of the new product targeted at existing customers, which correspond to the strategy of growth and product development.
Whereas the dexterity of the product explores the capabilities of the new product and exploits the capabilities of the current product at the same time, while exploring the market's dexterity of new markets and exploiting existing customers at the same time.
(Chandrasekaran, 2009:1) points out that to achieve competitive advantages, organizations must realize a balance between creativity and improvement, and strategic dexterity is one of the mechanisms that helps to achieve the proper balance between the two. Three solutions are proposed for this balance: cognitive dexterity, contextual dexterity and structural dexterity.
Cognitive dexterity is the dynamic ability of the organization at the strategic level, making it easier to make decisions about the right balance between creativity and improvement. Contextual dexterity helps to combine decisions between strategy and project levels through disciplined project management. Finally, structural dexterity helps to facilitate the simultaneous implementation of innovation and improvement at the project level through outstanding rewards, project team and leadership structures. Based on the above, the researchers see that the strategic dexterity represents the efficient organization's ability to respond to market demands by identifying exploration strategies and exploiting it in practice.
Dimensions of Strategic Dexterity
The researchers tried to describe the strategic dexterity through a set of dimensions that came after analyses and interpretations of all aspects related to it to give the objective picture of it in accordance with their vision about its content, Each one of (Chandrasekaran, 2009), (Laplume, 2010), and (Popadiuk, 2012) identified that the strategic dexterity has two main dimensions:
Exploration
Exploration involves the development of new knowledge, the experience of promoting difference, and the motivation for more radical innovation. It includes, according to (March, 1991), many things such as Based on the above, the researchers believe that exploration is the ability of the organization to search for new opportunities and to get ready to be adapted to changed markets and that leads to the emergence of new customers, and this requires new knowledge that is different from current knowledge and distinguished by researching, difference and flexibility.
Exploitation
According to (March, 1991) , exploitation shall include things such as refinement, choice, production, efficiency, selection, application and implementation (Rooijakkers, 2003: 9) • Is there a significant correlation between employees empowerment and strategic dexterity in the researched university?
• Is there a significant impact of employees empowerment in the strategic dexterity at the researched university?
Objectives of the study
The present study aims to achieve the main objective which is determining the relationship between the empowerment and the strategic dexterity at the university. To achieve this objective, the present study seeks to:
A. Provide a theoretical framework on employees empowerment and strategic dexterity. 
Study Hypotheses:
In accordance with the objectives of the study and a test of its model, the study relied on the following hypotheses:
The first main hypothesis
There is a significant correlation between the dimensions of employees empowerment and the dimensions of strategic dexterity at the University researched where the following sub-assumptions emerge:
• There is a significant correlation between selfmotivation and strategic dexterity.
• There is a significant correlation between participation in decision-making and strategic dexterity.
• There is a significant correlation between delegation of authority and strategic dexterity.
The second main hypothesis
There is a significant effect of the dimensions of employees empowerment in the cultivation of strategic dexterity in the universities researched where the Enabling Workers
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Indicates to correlation relationship
Indicates to the relationship of the effect following sub-assumptions branch out:
• There is a significant effect of self-motivation on strategic dexterity.
• There is a significant influence to participate in decision-making on strategic dexterity.
• There is a significant effect of the empowerment on strategic dexterity
Society and Study Sample
The study community is represented by Cihan University -Erbil. This University was chosen because universities are the most suitable field to test the hypotheses of the current study compared to other organizations because the employees of this university have a variety of educational levels that fit the study objectives. In addition to being an old university compared to private universities in the Region and has scientific and humanitarian specialties and morning and evening study. The researchers are represented by the teaching staff at the researched university.
Sources and Methods of Data Collection
The data were collected from primary and secondary sources. The study relied on collecting data from primary sources to cover the practical framework of the study through the use of the questionnaire method whose variables were designed using the tang (Al- 
Methods of Statistical Analysis of Data
In order to reach accurate indicators to serve the current study and to test hypotheses, the study adopted a set of statistical methods are as follows:
• Percentages, frequencies, arithmetic averages, and standard deviations to describe the variables of the study and its diagnosis.
• Simple correlation coefficient to determine the strength and nature of the relationship between the study variables.
• Simple linear regression to measure the moral effect of independent changes in the dependent variable.
The statistical (SPSS V.15) program was used to find and extract the frequent distributions, the arithmetic average and the standard deviation, as well as the results of correlation and regression.
Limitations of the Study Methodology:
The boundaries of the study can be divided into temporal and spatial boundaries:
• Temporal Boundaries: The temporal boundaries of the study were extended between (1/12/2017) until (15/3/2018).
• Spatial Boundaries: The spatial boundaries of the study are represented by Cihan University -Erbil, to which the study was applied.
• Methodological limits: Employees empowerment and strategic dexterity.
4. Empirical Section..
Characteristics of the study sample
(75) Seventy-five questionnaires were distributed to the teaching staff at the university, of which 58 were returned for analysis, ie, the response rate was 77%. 
Description and diagnosis of study variables
Participation in decision-making
The data in Appendix 2 refer to the frequency distributions, the values of the arithmetic mean and the standard deviation towards the expressions (X5-X10) of the decision-making dimension, which confirms the agreement of the individuals concerned on these terms, while the ratio of the agreement reached 57.92% with an arithmetic mean (3.40) and a standard deviation (1.01). By monitoring the contribution of each indicator to participation in decision-making, it was found that the individuals in the researched university participated in a positive role in improving the work within the university (X7), which is the most important, as this was achieved by agreement (72.4%) of respondents and with an average of (3.64) and a standard deviation (0.950).
Delegation of authority
The results in Appendix 2 indicate that the respondents' responses to this dimension through its indicators (X15- 
Exploitation
The where the degree of correlation (total index) reached to (0.645) and at a significant level reached to (0.01). While the weakest correlation was after participation in decision-making and strategic dexterity, the correlation level (total index) was (0.550) and at a significant level was (0.01). Thus, all the sub-hypotheses arising from the first main hypothesis were achieved, as follow:
• There is a significant correlation between selfmotivation and strategic dexterity at the university.
• There is a significant correlation between participation in decision-making and strategic dexterity at the university.
• There is a significant correlation between delegation of authority and strategic dexterity at the university. The results of the analysis in Table ( 3) indicate that there is a significant effect to the extent of the employees empowerment in the strategic dexterity. This is supported by the value of (F) calculated (65.239), which is greater than the 
Impact of each dimension of the employees
empowerment in the strategic dexterity at the total level of the university.
The following table shows the following:
• The coefficient of self-motivation regression on strategic dexterity is 0.645, which means that the strategic dexterity in the university study sample will change by 0.645 if self-motivation is increased by one unit. This is supported by the fact that the value of (t) calculated for the regression coefficient was (6.320 interpret the effect of strategic dexterity (37.6%).
The above results support the acceptance of the third sub-hypothesis, which states that there is a significant influence for the delegation of authority in the strategic dexterity of the university.
Conclusions and recommendations.
Conclusions:
This topic deals with the main conclusions reached by the study:
• The results of the descriptive analyzing showed that the researched people's answers were not consistent with the availability of the dimensions of employee empowerment and strategic dexterity in the university under study, which may be due to the adoption of the central approach in administrating the university and not giving sufficient authorities to the employees.
• There is a moral correlation between the empowerment of employees and the strategic dexterity, and this explains that the researched university is able to develop future plans that enable it to achieve the strategic dexterity by strengthening the strategy of empowering employees.
• The results of the statistical analyzing of correlation showed that the participation in decision making is weakly linked to strategic dexterity, we understand that the university administration does not accept the participation of staff in decision making.
• The results of the statistical analyzing of the impact relationships showed that there is a moral impact on the empowerment of employees in the strategic dexterity, this explains that the more the university administration strengthens the staff empowerment strategy, the more it leads to strengthening the strategic dexterity of the university.
• The results of the descriptive analysis showed that the dimensions of the empowerment of the university employees are not available. The results of the regression showed that the dimensions of the strategic dexterity are derived from enabling the employees at a good rate. This explains why the administrative leadership at the researched university exploits the dimensions of empowering the employees efficiently.
Recommendations:
This paragraph will be allocated to record the study's recommendations:
• The study proposes to the management of the university that when an employee is discovered that he/she has stored abilities, unexploited energies and high self-confidence, he/she should be encouraged, supported and empowered by giving him/her more authorities and involving him/her in the decision-making process.
• The study recommends that the university should • Working on harnessing all the possibilities for the sections and departments of the university for the benefit of workers, especially those who have the distinct talents, capabilities and possibilities with taking into account the creation of a situation of guidance, encouragement and self-support for workers and seeking a positive rapprochement with departments and decision makers, and thus it contributes to reduce gaps and find effective ways to access strategic dexterity.
• The study advises the university administration to conduct a level assessment to determine the level of its achievement of the strategic dexterity to avoid its failure to compete with universities, which achieves success in the long term.
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